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ARTICLE I - RECOGNITION 
The Board recognizes the Association as the exclusive collective bargaining 
representative for all professional administrative and professional supervisory personnel 
employed by the Board, without regard to job title, excluding only the Superintendent of 
Schools, Assistant Superintendent of Instruction and Personnel and Business Manager 
and persons represented by the Teachers' Association of the Tarrytowns. 
ARTICLE II - SALARY AND BENEFITS 
A. An annual increment will be added to the base salary of each administrator 
following each of the first 15 years of employment in the district as an 
administrator according to the following schedule: 
Increments 2007-08 
1-5yrs 1,000 
6-10yrs 1,500 
11-15 yrs 2,000 
C. Beginning July 1, 2008, the Executive Recruitment and Retention 
Compensation Plan as set forth in Appendix A shall be implemented. The ranges set 
forth in Appendix A shall be increased by 3.5% for the 2008-2009 school year and the 
salaries calculated in accordance with the plan. In each of the remaining three (3) school 
years of the contract, the ranges shall be increased by 3.25% and the salaries calculated 
in accordance with the plan. Additionally, the increments in Article (II) (B) shall be 
eliminated from the contract. The performance standards set forth in Appendix B shall 
begin in the 2008-2009 school year. The evaluation document and grading system for 
implementing said performance standards are annexed hereto in Appendix C. The 
purpose of this system is to improve performance. In order to trigger the salary 
withholding process set forth in Appendix B, an administrator who has been evaluated as 
unsatisfactory in more than 8 of the subcategories set forth in Appendix C, must reduce 
that number to eight or fewer in the two year period set forth in Appendix B. Additionally, 
if by January 31s1, the Superintendent or Assistant Superintendent has reason to believe 
an administrator may receive an unsatisfactory in more than eight subcategories, the 
evaluator shall give written notice of which subcategories are not being, or may not be, 
met and the basis for concerns. 
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B. On or about June 1 of each year the district will supply the Association 
president with the salaries of each member of the Association for the coming 
year. 
C. For the 2007-2008 school year personnel covered by this contract shall 
receive longevity increments to be added to base salary for service in the 
school district as an administrator as follows: 
After the 18"1 year-$1,000 
After the 21s t year - $1,600 
After the 25th year - $2,300 
After the 30,h year - $3,000 
These longevity increments shall be eliminated from the contract and replaced with the 
revised longevity schedule below, with the proviso that unit members currently receiving 
such longevity increments shall continue to receive the amounts said forth above. For 
those unit members, should the new longevity amounts become greater than the previous 
longevity amounts, they shall be awarded the higher amount. 
Effective July 1, 2008 personnel covered by this contract shall receive longevity 
increments to be added to base salary for service in the school district as an 
administrator as follows: 
After the 10 th year - $1,500 
After the 12 th year- $3,000 
After the 14 th year $4,500 
After the 16 th year $6,000 
After the 18 th year $7,500 
These longevity stipends shall not become part of the base pay, but shall be added each 
year to the base pay calculated in accordance with Appendix C. Notwithstanding, the 
language above, for this contract only, the longevity distributions under this formula are 
set forth in Appendix C, which illustrates how the salaries of current incumbents are 
calculated under this agreement. 
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D. Fringe Benefits 
1. The District will pay eighty-nine percent (89%) of the cost of family or 
individual health insurance and members of the unit will pay eleven 
percent (11%) through normal payroll deductions. 
2. The District shall have the option to substitute health insurance of equal 
or greater benefits than offered by the current carrier. Any contemplated 
change in health insurance will be discussed with the President of the 
Association. 
3. Any administrator currently enrolled in the district's health insurance plan 
or beginning work in the district commencing with the first school day in 
September and covered under health insurance of another party, who 
can demonstrate such coverage, may elect to waive district health 
insurance and take, in lieu thereof, on an annual basis, an amount to be 
determined by the Board as a matter of policy prior to May 15"1 of each 
year. Any administrator currently receiving a waiver from the district's 
health insurance plan shall continue to be eligible. New staff members 
beginning after September 1st in any year who wish to waive the district's 
health insurance under this section may do so and receive a prorata 
share for the first year. 
4. The District will pay eighty percent (80%) of the cost of dental insurance 
for the administration. 
5. The current life and disability insurance shall continue at the rates 
effective June 30, 1994. 
6. Retired professional personnel shall continue to receive coverage by the 
Board of Education for health insurance, as per the contract in effect at the 
time of retirement. 
7. The Board of Education agrees to institute a Section 125-129 ("flexible 
spending") plan. 
8. The district will provide an annual optical benefit to administrators. 
Under this benefit, the District shall pay up to $50 per pair of glasses 
for an administrator or member of his or her immediate family, up to a 
maximum of $100 per family. 
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ARTICLE III - ABSENCES AND LEAVES 
A. Sick Leave 
1. Personnel covered by the contract will be allowed the following days of 
absence because of personal illness without loss of pay for each year of 
service rendered: eighteen (18) days for those administrators on a twelve 
(12) or eleven (11) month schedule, sixteen and a half (16>5) days for 
those administrators on a ten and a half (10)4) month schedule, and 
fifteen (15) days for those administrators on a ten (10) month schedule. 
2. The unused portion of the allowable sick days during each academic year 
shall accumulate to a maximum of two hundred fifty (250) days. 
3. Any administrator who retires and receives benefits under the New 
York State Teacher's Retirement System shall be paid for any 
accumulated sick leave in excess of one hundred (100) days at the 
rate of $60.00 per day not to exceed $9,000 per administrator. 
4. An absence continuous for more than four (4) days necessitates a 
physician's certificate to be forwarded to the Assistant Superintendent of 
Instruction and Personnel. The certificate should include the physician's 
estimate of further necessary absence. 
5. The five (5) school days in a school year allowed for serious illness in the 
immediate family shall be a part of the number of days of absence 
because of personal illness. 
6. Immediate family is defined as husband or wife, son or daughter, 
father or mother, or a relative with whom one is residing, including 
"step" family. 
7. Professional services rendered for more or less than the regular 
school year shall receive and accumulate sick leave proportionately. 
8. Sick leave shall not be transferred into this district. 
9. Personnel covered by this contract shall be informed on or about 
October 1 s l of the number of accumulated sick days. 
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10. The parties are agreed that there shall be created a sick leave bank to 
which administrators may contribute no more than ten (10) days per year 
from their accumulated sick leave. Participants shall be eligible to 
withdraw days from the bank upon exhausting their own accumulated sick 
leave. The sick leave bank will be jointly administered by a representative 
of the Association of Administrators and Supervisors and the Assistant 
Superintendent of Instruction and Personnel. Withdrawals will be limited 
to administrators who have contributed to the bank and who, due to 
extended illness, have exhausted their accumulated sick leave. 
Contributions are not mandatory, but once made May not be withdrawn. 
Such contributions shall be made 30 days after receiving notification of 
accumulated sick leave on a form to be provided by the district. 
11. The district will pay up to $150 for professional memberships for each 
Administrator, subject to the approval of the Superintendent. 
B. Death in the Family 
1. Bereavement leave for a parent, child or spouse shall be 5 days per 
occurrence. 
2. Five (5) school days in a school year shall be allowed for death of other 
family members without loss of pay. 
3. Other family is defined as son-in-law or daughter-in-law, mother-in-law, 
father-in-law, sister or brother, sister-in-law or brother-in-law, 
grandparents, aunt, uncle, nephew, niece, or any relative with whom one 
is residing, and "step" family. 
C. Family Leave 
Family leave without pay shall be granted for the remainder of the school 
year plus the following school year at the option of the applicant and the 
Board of Education and in accordance with Family and Medical Leave Act 
(FMLA). 
D. Leave Without Pay 
To participate in activities of national or state professional organizations, 
one year shall be granted to any administrator and extended to two (2) 
years upon the approval of the Board of Education. Leave may be granted 
for other purposes at the discretion of the Board of Education. 
-5-
E. Notice of Leave Return 
It is incumbent upon the professional staff member to notify the Board by 
registered mail on or before March 15, prior to the conclusion of his/her 
leave of absence of his/her intention to return to employment in the school 
system. If such notice is not given by the administrator, this should be 
construed as meaning the administrator does not intend to return, but is 
resigning instead. 
F. Other Absence 
1. Personal Leave 
a. The Board of Education, in an effort to prevent undue hardship to 
individual staff members who may be absent from school to attend to 
personal business which cannot be conducted after school hours, 
provides for personal leave without loss of pay as follows: Two (2) 
personal days may be taken with reason stated and one (1) without 
reason stated, subject to the approval of the Superintendent. These 
days may either be whole days or half days. Days taken without 
reason stated may not be taken on Monday or Friday, or 
Immediately before or after a vacation or holiday. Personal leave shall 
not be granted for the following: 
a) non-emergency travel with spouse 
b) workshops or courses for which prior approval has not 
been granted; 
c) extension of vacation time 
Notice of need for personal business day, as defined above, shall be 
submitted in triplicate to the Assistant Superintendent of Instruction 
and Personnel as far in advance as possible. Approval by the 
Superintendent of Schools shall not be unreasonably denied. If 
denied, the professional staff member may take the day with loss of 
pay. Any dispute arising from the denial shall be arbitrable. Unused 
personal days become part of the individual's accumulated sick days. 
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G. Work Year 
1. Eleven (11) month employees will receive twenty (20) vacation days 
during the summer recess and will also receive all school vacations: 
1. Twelve (12) month employees will receive twenty-two (22) vacation days 
during summer recess and, providing school is not in session, will also 
receive the following holidays: Labor Day, Rosh Hashanah, Yom Kippur, 
Columbus Day, Veterans' Day, Thanksgiving and the Friday after 
Thanksgiving, Christmas Day, New Year's Day, Martin Luther King Day, 
Presidents' Day, Good Friday, Memorial Day, Independence Day (July 4). 
2. The vacation days taken during the summer recess will be agreed upon by 
the administrator and his/her immediate supervisor and approved by the 
Superintendent prior to June 13'. Any carryover of vacation days must be 
pre-approved by the Superintendent. 
3. The district will not incur any financial liability for unused vacation days. 
4. During school vacations the administrators will continue to use their 
professional judgment in order to keep up with job expectations. 
5. Any administrator hired on or after July 1 will have vacation days for the 
first summer "borrowed" from the days earned after the first year. 
Subsequently, the administrator continues to earn vacation days as of 
June 30 each year, 
ARTICLE IV - DUES DEDUCTION 
Dues shall be deducted from the salaries of employees for any association as 
said administrators individually and voluntarily authorize the Board to do. These monies 
shall be forwarded promptly to such association or associations with the written 
authorization of the administrator. 
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ARTICLE V - SABBATICAL LEAVES 
There will be a moratorium on new sabbatical leaves for the duration of this 
agreement. Therefore, no sabbatical leave shall be applied for or granted during the life 
of this agreement. In years when a sabbatical is an effective provision of this contract, 
personnel covered by this contract with seven (7) or more years of continuous 
administrative service in the Public Schools of the Tarrytowns may be eligible for a 
sabbatical leave for the purpose of study. 
A. Conditions 
1. Sabbatical leave for the purpose of study may be granted for one (1) full 
school year at 100% base salary. 
2. Personnel covered by this contract will only be considered for sabbatical 
leaves every other year. 
3. While on sabbatical leave an administrator would be responsible to the 
district a minimum of one day per week during the sabbatical year. 
4. The application for sabbatical leave must be filed in the office of the 
Superintendent of Schools on or before December 1 of the preceding year. 
If December 1 falls on a weekend or holiday, the application must be filed 
on the next school day after the weekend or holiday. 
5. The criterion or the granting of a sabbatical leave shall be the value of the 
proposed study to the school district. 
6. The request for sabbatical leave is subject to the recommendation of the 
Superintendent of Schools. 
7. The Board of Education reserves the right to reject any and all requests for 
sabbatical leaves. 
8. Applicants shall be notified on or before February 1s l of the decision on 
sabbatical leave. 
9. Any administrator receiving a sabbatical leave agrees to render two (2) 
years of service to the district upon his/her return. Should an administrator 
fail to fulfill this obligation, the Association agrees to reimburse the district 
100% of the cost of the sabbatical leave. 
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ARTICLE VI - EDUCATIONAL PROGRAMS 
The Board and Association support improvement of administrators' competencies. 
1. If a member of the Association earns a doctorate degree while employed by 
the district, he/she will receive an increase in pay of $1,500. The degree-
granting institution is subject to approval by the Superintendent. 
2. The district will reimburse each administrator annually for up to $1,500 for 
graduate study in an institution approved by the Superintendent of Schools. 
The program of study must be of direct relevance to the administrator's scope 
of responsibility (as determined by the Superintendent), and must be on a 
doctoral or post doctoral level. 
ARTICLE VII - ASSAULT ON ADMINISTRATOR 
A. In case of an assault upon an administrator in the performance of his duties, 
the administrator shall immediately report the assault to the Superintendent 
and shall communicate the incident in writing within 48 hours, except, in 
extenuating circumstances. 
B. The Board shall provide legal counsel to advise such administrator of any 
legal rights and obligations with respect to such assault and shall render all 
reasonable assistance to the administrator in connection with the handling of 
the incident by law enforcement and judicial authorities. 
C. If a physical assault on an administrator results in lost time, the administrator 
shall be paid in full and such paid absence shall not be deducted from any 
accumulated sick leave to which the administrator might be entitled under this 
agreement. 
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ARTICLE VIM - COMPLAINTS TO THE BOARD 
A. Formal complaints from building staff, by parents of a student, by a student, or 
by community organizations which are directed toward an administrator shall 
be called to the administrator's attention as soon as possible and the 
administrator shall be afforded the opportunity to reply to same. 
B. Should the Superintendent or the Board decide to make the complaint a 
matter of record, the files, including the administrator's personnel file, shall 
also include any written statement that the administrator shall choose to 
prepare. 
ARTICLE IX - BOARD-STAFF NEGOTIATIONS 
The members of this Association, individually and as a group, or by 
representation, shall be called upon to serve as resource personnel to the Board of 
Education to advise on those items concerning board-staff negotiations that can affect 
and influence the administration and operation of the schools. 
ARTICLE X - EXECUTIVE AUTHORITY 
The members of the Association, as members of the administrative structure of 
the school district, shall be consulted and involved in all matters involving the staff in their 
area of responsibility. 
ARTICLE XI - NOTICE OF EMPLOYMENT 
All probationary members and those whose assignment is being changed or 
eliminated will be notified on or before March 15 of the recommendation of the 
Superintendent of Schools regarding employment for the next school year. 
ARTICLE XII - VACANCIES 
Any administrator whose position has been abolished shall not be precluded from 
applying for any other position in the district. 
Should such application be filed for any position, due consideration shall be given 
to such administrator's past service in the district. 
Notice of all vacancies shall be posted on bulletin boards in each school. Such 
notices shall indicate the position title, a complete description of the position duties, 
including any special qualifications and necessary skills. 
ARTICLE XIII - EVALUATIONS 
Written evaluations for each administrator will be shared with each administrator 
by June 30 of each contract year. 
-10-
ARTICLE XIV - GRIEVANCE PROCEDURE 
A grievance shall mean any alleged violation, misrepresentation, failure or 
omission to carry out or unfair application of any of the terms and conditions of this 
contract. No grievance shall be instituted more than thirty (30) school days from the date 
upon which the individual administrator knew or should have known of the facts upon 
which the grievance is based. 
Any administrator shall have the right to be represented at any stage of this 
proceeding by person or persons of his/her own choosing. 
All hearings shall be confidential. 
This aggrieved administrator shall orally present his/her grievance to his/her 
immediate supervisor, who shall informally discuss the grievance with the aggrieved 
administrator. If the grievance is not satisfactorily resolved at this stage, the grieving 
party may proceed to the formal stage. 
Within five (5) school days, after the informal conference between the 
administrator and his supervisor, a written request may be made to the Superintendent of 
Schools or his/her designee for resolution of the grievance. 
If the Superintendent of Schools designates a person to act on his/her behalf, 
he/she shall also designate full authority to render a determination on his/her behalf. 
The Superintendent of Schools or his designee shall immediately notify the 
aggrieved administrator and his/her immediate supervisor of a date for the holding of a 
hearing on the grievance. Such hearing shall be held no later than five (5) days after the 
submission of the request for a hearing. The determination of the Superintendent shall be 
released no later than ten (10) school days after the close of the hearing. The decision of 
the Superintendent shall be in writing and it shall be submitted to all parties involved. 
In the event the matter is not resolved at the Superintendent's level, an appeal 
may be made to the Board of Education. Such appeal shall be filed with the 
Superintendent's decision. The Board of Education shall forthwith either hear the 
grievance as a committee of the whole or appoint a subcommittee to hear and determine 
the matter. The hearing of the Board of Education shall not be held later than thirty (30) 
school days after the submission of the appeal from the Superintendent's decision. The 
decision of the Board of Education shall be released ten (10) school days after the date 
upon which the hearing is held. 
In the event that the matter is not resolved at the Board level, grievances shall be 
submitted for binding arbitration under the Voluntary Arbitration Rules of the American 
Arbitration Association. 
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ARTICLE XV - LEGISLATIVE LANGUAGE 
It is agreed by and between the parties that any provision of this agreement 
requiring legislative action to permit its implementation by amendment of law or by 
providing the additional funds therefore, shall not become effective until the appropriate 
legislative body has given approval. 
THE TERMS OF THIS AGREEMENT ARE HEREWITH ACCEPTED BY THE 
BOARD OF EDUCATION OF THE UNION FREE SCHOOL DISTRICT OF THE 
TARRYTOWNS AND THE ASSOCIATION OF ADMINISTRATORS AND 
SUPERVISORS OF THE UNION FREE SCHOOL DISTRICT OF THE TARRYTOWNS. 
Dated: Sleepy Hollow, NY 
Howard W. Smith Carol Conklin 
Superintendent of Schools President 
Public Schools of the Tarrytowns Association of Administrators 
and Supervisors 
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APPENDIX A 
Executive Recruitment and Retention 
Compensation Plan 
Initial placement is based upon current salary. New administrators would negotiate entry salary within range. 
Each year each administrator's salary and the top and bottom of the range would be increased by an equitable 
negotiated percentage. 
Administrators whose initial placement is in the top one third of the range would move to the top over four years 
[1/4,1/3,1/2, top]; administrators whose initial placements is in the 2nd third of the range would move to the top of 
the range over six years [1/6,1/5,1/4,1/3,1/2, top]; administrators whose initial placement is in the bottom third of 
the range would move to the top of the range over eight years [1/8, 1/7, 1/6, 1/5, 1/4, 1/3, 1/2, top]. Newly hired 
administrators move over the same number of years but receive no movement to top of range in first year. 
Public Schools of the Tarrytowns 
Administrative Salary Range 2007-08 
Elementary Principal 
Middle School Principal 
High School Principal 
Elementary School Assistant Principal 
Middle School Assistant Principal 
High School Assistant Principal 
Athletic Director 
Technology Director 
Pupil Personnel Services Director 
Coordinator 
Public Schools of the 
$ 124,683 
$ 134,875 
$136,154 
$103,684 
$ 104,848 
$ 105,825 
$114,125 
$ 114,125 
$ 131,732 
$ 83,000 
i Tarrytowns 
$148,018 
$160,813 
$163,968 
$ 121,034 
$127,551 
$ 128,477 
$134,875 
$ 140,063 
$154,093 
$ 98,563 
Administrative Salary Range 2008-09 
Elementary Principal 
Middle School Principal 
High School Principal 
Elementary School Assistant Principal 
Middle School Assistant Principal 
High School Assistant Principal 
Athletic Director 
Technology Director 
Pupil Personnel Services Director 
Coordinator 
$ 129,046 
$ 139,596 
$ 140,920 
$107,313 
$ 108,517 
$109,529 
$118,119 
$118,119 
$136,343 
$ 85,905 
$ 153,199 
$ 166,441 
$ 169,706 
$125,270 
$132,016 
$132,973 
$139,596 
$ 144,965 
$ 159,486 
$ 102,012 
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Public Schools of the Tarn/towns 
Administrative Salary Range 2009-10 
Elementary Principal 
Middle School Principal 
High School Principal 
Elementary School Assistant Principal 
Middle School Assistant Principal 
High School Assistant Principal 
Athletic Director 
Technology Director 
Pupil Personnel Services Director 
Coordinator 
$ 133,241 
$144,132 
$ 145,500 
$110,800 
$ 112,044 
$113,089 
$121,958 
$121,958 
$ 140,774 
$ 88,697 
$ 158,178 
$171,850 
$ 175,222 
$ 129,341 
$136,306 
$ 137,295 
$144,132 
$ 149,676 
$ 164,669 
$ 105,328 
Public Schools of the Tarrytowns 
Administrative Salary Range 2010-11 
Elementary Principal 
Middle School Principal 
High School Principal 
Elementary School Assistant Principal 
Middle School Assistant Principal 
High School Assistant Principal 
Athletic Director 
Technology Director 
Pupil Personnel Services Director 
Coordinator 
$ 137,571 
$148,817 
$150,228 
$114,401 
$115,686 
$116,764 
$ 125,922 
$125,922 
$ 145,349 
$ 91,580 
$ 163,318 
$ 177,435 
$ 180,917 
$ 133,545 
$ 140,736 
$141,757 
$ 148,817 
$154,541 
$ 170,021 
$ 108,751 
Public Schools of the Tarrytowns 
Administrative Salary Range 2011-12 
Elementary Principal 
Middle School Principal 
High School Principal 
Elementary School Assistant Principal 
Middle School Assistant Principal 
High School Assistant Principal 
Athletic Director 
Technology Director 
Pupil Personnel Services Director 
Coordinator 
$ 142,042 
$153,653 
$155,111 
$118,119 
$ 119,445 
$ 120,559 
$ 130,014 
$ 130,014 
$ 150,073 
$ 94,556 
$ 168,626 
$ 183,202 
$ 186,796 
$ 137,885 
$ 145,310 
$ 146,364 
$ 153,653 
$ 159,563 
$175,547 
$112,285 
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APPENDIX B 
A. A member of the bargaining unit who fails to meet professional standards 
pursuant to the procedures set hereafter shall receive no salary increase until 
he/she has been determined to meet professional standards. 
(1) If, as a result of the evaluation procedure, a member of the 
bargaining unit receives an unsatisfactory evaluation, the 
Superintendent or his designee: 
- Will provide the employee concerned with a written 
assessment clearly stating the reasons for judging the 
performance to be below expected standards. 
- Will continue assessment. 
(2) At the end of the prescribed time period, the 
Superintendent, or his designee, will judge that: 
The staff member concerned has responded and is 
performing at expected levels and that the process has 
been successful 
or 
The specific reasons for concern still exist and that the 
Superintendent may direct the employee concerned to 
proceed with one or more of the following options: 
a. Accept a different assignment. 
b. Enrollment in appropriate university 
courses that address his/her particular 
professional needs. 
c. Agree to a referral to the Employee 
Assistance Program. 
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(3) This entire process will be completed within not more 
than two (2) full school years inclusive of the initial 
evaluation. 
(4) If the employee is unable to respond to the concerns and is 
still not performing at expected levels at the end of the 
two (2) years, the employee shall be considered as not 
meeting the Professional Standards of the District. Not 
meeting the Professional Standards of the District results 
in no salary increase. 
(5) This program does not eliminate the Superintendent's 
authority to review the employee's performance at any 
time. Further, this program in no way limits the District' 
right and authority to commence disciplinary procedures 
against an employee at any time. 
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Public Schools of the Tarrytowns 
Administrator Evaluation 
Administrator: School Year Position: Date: 
Midyear evaluation* End of year evaluation 
(to be completed by January 30"1) (to be completed by June SO"1) 
"(mid year evaluations are required for all non-tenured and tenured administrators whose performance warrants improvement) 
Standard 1: An education leader promotes the success of every student by facilitating the development, articulation, implementation, and stewardship of 
a vision of learning that is shared and supported by all stakeholders. 
A. Collaboratively develop and implement a shared vision and mission 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
B. Collect and use data to identify goals, assess organizational effectiveness, and promote organizational learning 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
C. Create and implement plans to achieve goals 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
D, Promote continuous and sustainable improvement 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
:. Monitor and evaluate progress and revise plans E
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
Standard 2: An education leader promotes the success of every student by advocating, nurturing and sustaining a school culture and 
instructional program conducive to student learning and staff professional growth. 
A. Nurture and sustain a culture of collaboration, trust, learning, and high expectations 
Commendations/Recommendations: 
• Unsatisfactory performance based on: 
B. Create a comprehensive, rigorous, and coherent curricular program 
Commendations/Recommendations: 
• Unsatisfactory performance based on: 
» « 
C. Create a personalized and motivating learning environment lor students 
Commeodafons/Recommenda'/ons. 
D Unsatisfactory performance based on: 
D. Supervise instruction 
Commendations/Recommendations: 
• Unsatisfactory performance based on: 
E. Develop assessment and accountability systems to monitor student progress 
Commendations/Recommendations: 
• Unsatisfactory performance based on: 
F. Develop the instructional and leadership capacity of staff 
Commendations/Recommendations: 
• Unsatisfactory performance based on: 
G. Maximize time spent on qualfy instruction 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
H. Promote the use of the most effective and appropriate technologies to support teaching and learning 
Commendathns/Recommendations: 
• Unsatisfactory performance based on: 
I. Monitor and evaluate the impact of the instructional program 
Commendatbns/Recommendations: 
• Unsatisfactory performance based on: 
Standard 3: An education leader promotes the success of every student by ensuring management of the organization, operation, and 
resources for a safe, efficient, and effective learning environment. 
A. Monitor and evaluate the management and operational systems 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
B. Obtain, allocate, align, and efficiently utilize human, fiscal, and technological resources 
Commendations/Recommendations: 
Q Unsatisfactory performance based on: 
C. Promote and protect the welfare and safety of students and staff 
Commendations/Recommendations: 
• Unsatisfactory performance based on: 
D. Develop the capacity for distributed leadership 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
E. Ensure teacher and organizational time is focused to support quality instruction and student learning 
Comrnendafons/Recommendafions. 
• Unsatisfactory performance based on: 
Standard 4: An education leader promotes the success of every student by collaborating with faculty and community members, responding 
to diverse community interests and needs, and mobilizing community resources, _ ^ _ 
A. Collect and analyze data and information pertinent to the educational environment 
CommendationsfRecommendations: 
D Unsatisfactory performance based on: 
B. Promote understanding, appreciation, and use of the community's dSterse cultural, social, and intellectual 
Commendations/Recommendations: 
• Unsatisfactory performance based on: 
C. Build and sustain positive relationships with families and caregivers 
Commendations/Recommendations: 
• Unsatisfactory performance based on: 
D. Build and sustain productive relationships with community partners 
Commendations/Recommendations: 
• Unsatisfactory performance based on: 
Standard 5: An education leader promotes the success of every student by acting with integrity, fairness, and in an ethical manner. 
A, Ensure a system of accountability for every student's academic and social success 
Comrnendafais/Recommendalions 
D Unsatisfactory performance based on: 
B. Model principles of self-awareness, reflective practice, transparency, and ethical behavior 
Commendations/Recommendations: 
• Unsatisfactory performance based on 
C, Safeguard rhe values of democracy, equity, and diversity 
Commendatbns/Recommendalions: 
D Unsatisfactory performance based on: 
D, Consider and evaluate the potential moral and legal consequences of decision-making 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
E. Promote social justice and ensure that individual student needs inform all aspects of schooling 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
Standard 6: An education leader promotes the success of every student by understanding, responding to, and influencing the political, social, 
economic, legal, and cultural context, 
A. Advocate for children, families, and caregivers 
Commendations/Recommendations: 
D Unsatisfactory performance based on: 
B. Act to influence local, district, state, and national decisions affecting student learning 
Carrnnendations/Recommendatbns: 
D Unsatisfactory performance based on: 
C. Assess, analyze, and anticipate emerging trends and initiatives in order to adapt leadership strategies 
Commendafions/Recommendafions: 
D Unsatisfactory performance based o 
Summary Comments: 
Administrator's overall performance was unsatisfactory (more than 8 components rated unsatisfactory) 
Evaluator's Signature/Date Administrator's Signature/Date 
NOTES 
